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ABSTRACT 

The study is about the prevailing differences, commonalities and significant contributions of the 
career pathing among the general administrative and support sendees employees based on 
Holland’s Typology of Personality Theory and Personal Style Inventory of selected higher 
educational institutions in Metro Manila. 
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INTRODUCTION 



jeoplc generally go to work to do a good job. However, it is not always the good company that every 
person aims for or dreamed of after graduation that matters, but the position and the satisfaction that 
the company or job can offer. Thus, a person needs to be recognized for whatever contribution/s one 
has given as a measure of one’s worth to the company. Satisfaction happens when a person’s contribution has been 
recognized in terms of talents, skills and attitudes that helped toward the realization of the company’s vision, 
mission, and objectives, as well as one’s vision, mission, and goals in life. 


An organization owes itself the ability to get as much from the minds of its people as it possibly can. 
Developing an employee and providing a path that leads to higher performance and individual development spells 
the difference between organizational success and failure. (IRI Consultants to Management, Inc.) 


It is also a firm belief that higher educational institutions, like any organization, have their own Human 
Resource Management department, whose main function is to extract the best and to develop effective and efficient 
human resources in the organization. Aside from considering human resource management as a challenging work 
that focuses on issues, problems, and principles involved in the management of people at work, which are common 
to all organization, it is also noteworthy that these processes and practices should be given effective and efficient 
implementation of career pathing or career development programs. It is undeniable that organizations exist because 
of people. People are the most important and essential factor for growth and progress of an organization. Through 
men, the seven “Ms” of a company - manpower, money, materials, methods, markets, machines, and minutes - are 
utilized. 


On the one hand, the aim and challenge of having and creating competent managing organizations come 
from people-related problems that are often caused by the mistaken belief that people are alike. Cascio (1995) puts 
it, “no two people are exactly alike, and everyone differs physically and psychologically from everyone else. On the 
other hand, these differences demand attention so that each person can maximize his/her potential in order for 
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organizations to maximize their effectiveness and that society, as a whole, can make the wisest use of its human 
resource.” Thus, in an organization, each employee has a role to play in management of the company. 

The organization indeed has a great concern for its employees’ performance. That is why an organization 
implements the effective practice of managing human resources for employees to do well in their jobs. How these 
organizations implement and assess their career pathing or career development program is the main concern of this 
study. Effective and efficient implementation of their practices on career pathing and career development will surely 
lead to the attainment of both individual and organizational goals. 

Similar studies have already been undertaken in the past, most notably in other countries where there is 
greater awareness and interest for career pathing and career management. 

The study entitled: “Motivational Drivers Affecting Career Choices in the Resource Sector”, by Dan 
Churach and Tony Rickards of Australia, was presented at the Fourth International Conference on Science 
Mathematics and Technology Education (2005) in Canada (Uchida, 2006). 

In that study, the authors came upon some unexpected results, with the respondents (professionals in the 
mineral and energy resource sector) choosing four other factors (among a total of six) as the chief motivators or 
influencers in their career path decision. The results raised quite a few eyebrows, especially as it is a common belief 
that monetary reward is the main element considered by workers. 

To that end, the researcher became interested in the study to satisfy his eagerness to know the following: 

1. the profile of the general administrative and support services employees using the John Holland’s Typology 
of Personality 

2. the profile of the general administrative and support services employees using the Personal Style Inventory, 
as defined by Dr. R. Craig Hogan and Dr. David W. Champagne 

3. the predictors in Holland’s Topology of Personality among the general administrative and support services 
employees in selected higher educational institutions in metro Manila 

4. the predictors in Personal Style Inventory, as defined by Dr. R. Craig Hogan and Dr. David W. 
Champagne, among the general administrative and support service employees in selected higher 
educational institutions in metro Manila 

5. the significant differences on the personality of the general administrative and support services employees 
in selected tertiary educational institutions in metro Manila based on Holland’s Typology of Personality 

6. the significant differences on the personality of the general administrative and support services employees 
in selected higher educational institutions in metro Manila based on Personal Style Inventory, as defined by 
Dr. R. Craig Hogan and Dr. David W. Champagne 

7. the significant relationships between the Holland’s Typology of Personality and the Hogan and 
Champagne’s Personality Style Inventory 

8. the career intervention needed to satisfy the career paths of the general administrative and support services 
employees in selected tertiary educational institutions 

THEORETICAL FRAMEWORK 

According to Young (2006), people go through life with their own career plans. To have a career is to 
engage in a series of job tasks essential for professional growth in one’s occupational life. Career refers to the 
sequence of activities and jobs engaged in by an individual during his work life. 

The theoretical framework of this study is anchored on Holland’s Topology. This theory discusses different 
occupational orientations. Individuals are unique and consequently have different tendencies and inclinations. 
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JOHN HOLLAND’S TYPOLOGY OF PERSONALITY AND SAMPLE OCCUPATIONS 


Career paths can also be seen in perspective of the personal interests and inclinations of individuals. Hence, 
using the Typology of Personality and Sample Occupations by J. L. Holland (1959), occupational choices arise from 
six basic personality types. 

All six (6) career preference classifications are unique, though cross-over personalities are possible. 

Holland defines each personality type ( www.salisburv.edu , 2006) as follows: (1) Realistic (R type) - this 
type usually has mechanical and athletic abilities, enjoys working outdoors and likes to work with tools and 
machines. The R-type generally prefers to work with ideas more than people or things; (2) Investigative (I type) - 
this type usually has mathematical and scientific abilities, enjoys working alone and likes to solve problems. The 
type I generally favors working with ideas more than with people or things; (3) Artistic (A type) - this type has 
artistic skills, enjoys creating original work and has a good imagination. The A type usually enjoys working with 
ideas more than things; (4) Social (S type) - this type usually has social skills, is interested in human relationships 
and likes to help others with problems. The S type likes to work with people more than things; (5) Enterprising (E 
type) - usually has leadership and speaking abilities, is interested in economics and politics and likes to be 
influential. The E type likes to work with people and ideas more than things; and (6) Conventional (C type) - this 
type has clerical and arithmetic ability, prefers working indoors and likes to organize things. The C type enjoys 
working with words and numbers. 

Holland talks about ‘congruence’ between a person and his environment saying that individuals seek into 
themselves in an attempt to find out who they are. 

In this process, the individual realizes what his/her interests are and where his/her inclination lies. “Thus, 
congruence refers to the extent that someone has the same personality type as the environment in which he or she is 
working,” Holland says. Some researches have learned that “high congruence leads to better performance, 
satisfaction, and length of time in a career.” 

In fact, it is aptly said that human resource management is the most important asset in an organization, no 
less than the late President Ferdinand E. Marcos has underscored the importance of human resources. In his keynote 
speech before the seminar workshop on Human Resource Development on July 24, 1978, he said: 

If today there is much talk of harnessing human resources for development and nation building in our part in the 
world, it is perhaps a reflection of the times of change and challenge that have visited the world in our time. It is the 
mirror of urgency of the development, and all that we have come to recognize to be the circumstances and 
capacities for our developing societies, have led us irrevocably to the appreciation of the potentials of our human 
resources. 

Leading others in the pursuit of organizational objectives is one of the most challenging roles of 
management, and motivating people to achieve preferred results is a crucial part of that leadership role. Motivation 
seems inextricably related to organizational performance; people are convinced that highly motivated individuals 
working “smarter” are more productive, both quantitatively and qualitatively. Thus, productivity is achieved by 
having an organization of highly motivated individuals. Motivation is the concept of behavioral change or results in 
influence that alters an individual’s performance. 

In broad terms, motivation is the stimulus of behavior. It is the composite of energetic forces that originate 
within a person and that are stimulated by his or her surroundings to initiate behavior. Managers need to know how 
people are motivated and what stimulates their behavior so they can determine its form, direction, intensity, and 
duration. 


Theorists approach motivation from three general perspectives: 1) Content theory focuses on human needs 
or desires that are internalized and give impetus to individual behavior, 2) Process theory examines employee 
behavior in terms of job satisfaction related to perceived rewards (or lack of rewards) that instigate behavior, and 3) 
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Reinforcement theory is based on the concept of operant conditioning in which individuals, having learned from the 
past, develop patterns of behavior to control future consequences. 

Understanding motivation consists largely of recognizing patterns of needs and then encouraging behavior 
which results in satisfying them. The crucial characteristic of content theory is that unmet or deprived needs result in 
a state of tension that motivates individuals to act in order to satisfy the deprivation. Motivation, however, is not 
simple. Both physiological and psychological needs are multifaceted concepts confounded by individual values. 
People’s value systems vary tremendously. 

Another factor affecting motivation is change in individual needs. What motivates an individual one day 
may have little meaning the next. Hunger may impel people to work, even at the most unpleasant jobs; but once it is 
satisfied, they need a different reason to continue their job. They will work hard one day and do little the next, and 
as they grow and their social priorities change, so will their attitudes toward work and rewards (Santos, 1999). 

HOGAN AND CHAMPAGNE’S PERSONAL STYLE INVENTORY 

Hogan and Champagne’s revolutionary personality test dubbed the Personal Style Inventory (1980) defines 
an individual’s relative strength and weakness in four pairs of personality classifications. 

Whereas: the pair of introversion/extroversion corresponds to being someone who prefers to be alone and 
thinks deeply, or someone who is outgoing and lively, respectively; the pair of intuition/sensing corresponds to 
being someone who uses gut-feel to make decisions, or someone who requires evidence (tangible characteristics), 
respectively; the pair of thinking/feeling corresponds to being someone who is more in touch with intellect, or 
someone more in touch with his/her emotion, respectively; the pair of perceiving/judging corresponds to being 
someone who looks beyond a given situation, or someone who takes something in its face value. 

Usually, any given person will have a dominant trait for each of the four (4) classifications but balanced 
traits can and will occur. 


Introvert - Extrovert 
Intuition - Sensing 
Thinking - Feeling 
Perceiving - Judging 




Financial 

Realistic 

Relation 

Investigative 



Lifestyle 

Social 

Altruistic 

Enterprising 

Self-Esteem 

Conventional 

Gen. Question 



Figure 1 

GASS on Holland’s Typology and Personal Style Inventory 
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The paradigm of the study in Figure 1 shows how the GASS choose their careers based on Holland’s 
Typology of Personality and Occupational Orientation and shows as well how John Holland’s Typology is related to 
the personality of the GASS in selected higher educational institutions in Metro Manila. 

It likewise discusses the relationships of the Holland’s Typology of Personality and the Personal Style 
Inventory on the personality of the GASS as well as possible predictors from both theories on the career pathing of 
the GASS in selected higher educational institutions in Metro Manila. 

STATEMENT OF THE PROBLEM 

This research attempted to present the prevailing career pathing among the General Administrative and 
Support Services Personnel Based on Holland’s Typology of Personality in Selected Higher Educational Institutions 
in Metro Manila. 

Specifically, the research sought to answers the following questions, 

1. What are the profiles of the general administrative and support services employees in terms of: 

a. Gender and 

b. Civil status 

2. What are the profiles of the general administrative and support services employees using the John 
Holland’s Typology of Personality? 

3. What are the profiles of the general administrative and support services employees according to their career 
choice? 

4. What are the profiles of the general administrative and support services employees using the Personal Style 
Inventory defined by Dr. R. Craig Hogan and Dr. David W. Champagne? 

5. Are there predictors in Holland’s Topology of Personality among the general administrative and support 
services employees in Selected Higher Educational Institutions in Metro Manila? 

6. Are there predictors in Personal Style Inventory defined by Dr. R. Craig Hogan and Dr. David W. 
Champagne among the general administrative and support services employees in Selected Higher 
Educational Institutions in Metro Manila? 

7. Is there a significant difference on the personality of the general administrative and support services 
employees in Selected Higher Educational Institutions in Metro Manila based on Holland’s Typology of 
Personality? 

8. Is there a significant difference on the personality of the general administrative and support services 
employees in Selected Higher Educational Institutions in Metro Manila based on Personal Style Inventory 
as defined by Dr. R. Craig Hogan and Dr. David W. Champagne? 

9. Is there a relationship between Holland’s Typology of Personality and the Hogan and Champagne’s 
Personality Style Inventory? 

RESEARCH METHOD 

This research used a combination of descriptive and correlation researches. 

Descriptive research is that which endeavors to describe systematically, factually, accurately, and 
objectively a situation, problem, or phenomenon. 

Correlation research tries to probe the significance of the relationship between two or more factors or 
characteristics. 

The study determined the three profiles namely: the demographic profile, the typology of personality 
profile and the personal style inventory profile. 
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After describing the profiles of the general administrative and support services employees using the three 
instruments and the results of the Career Profile Inventory test, correlation and regression analysis were applied to 
test for influence and impact. 

RESEARCH LOCALE 

The selected higher educational institutions in Metro Manila are as follows: Eulogio “Amang” Rodriguez 
Institute of Science and Technology (EARIST), Philippine Normal University (PNU), Rizal Technological 
University (RTU), Technological University of the Philippines (TUP), Manuel Luis Quezon University (MLQU), 
Philippine Christian University Manila (PCU), and St. Paul University Manila (SPUM, St. Paul University System). 

POPULATION AND SAMPLING TECHNIQUES 

The research used a stratified random sampling method to determine the sample size with a total of 280 
general administrative and support services employees as respondents from seven (7) different higher educational 
institutions in Metro Manila. 

Respondents are assigned in different departments such as Accounting, Personnel or Human Resource, 
Clinic, Registrar, Canteen, Administrations, Engineering, Facility, and other offices. 

Respondents whose works are from clerks to supervisors are also receiving salaries between a minimum of 
Three hundred pesos a day (P350/day) to a maximum of One thousand pesos a day (P1000). 

RESEARCH INSTRUMENT USED 

Three research instruments were used in this study. The first is called the Career Profile Inventory (CPI) 
which is an adaptation of the Science Career Inventory (SCI) used by researchers Churach and Rickards in an 
Australian industry endorsed by the Fourth International Conference on Science, Mathematics and Technology 
Education. 

The CPI, aside from the usual template questions corresponding to rank and file employees’ gender and 
civil status, will measure the general administrative and support services’ choices of the factors that influenced their 
career path decision. The CPI is broken down into seven sub-factors, namely: Financial, Relationship, Academics, 
Lifestyle, Altruistic, Personal Esteem, and General. 

The CPI has a total of fifty (50) questions divided into seven (7) sub-factors. The sub-factors have six (6) 
questions except for the general sub-factor which has fourteen (14) questions. 

The Five-point Likert Scale was used, five (5) being the highest and one (1) the lowest. The following is 
the full description of the Five-point Likert Scale. Five (5) for very high influence, 4 for moderately influence, 3 for 
low influence and 1 for very low influence or none at all. 

The second research instrument used is the lohn Holland Typology of Personality Test which measures the 
rank and file employees’ preference on career work types. The test is available as freeware in the internet. 

The test has thirty-six (36) questions divided into six classifications, namely: Realistic, Investigative, 
Artistic, Social, Enterprising, and Conventional. The scale that will be used is also that of the Five-Point Likert 
Scale. 


To get the sub-test means, the number of items in the sub-test is divided by the sum of the item means. The 
following norms are then used in the interpretation of data: Outstanding (4.51 - 5.00), Very Satisfactory (3.51 - 
4.50), Satisfactory (2.51 - 3.50), Unsatisfactory (1.51 - 2.50), and Poor (1.00 - 1.50). 
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The third test is the Personal Style Inventory which is a yardstick for determining the personality profile of 
the general administrative and support services employees. The test has thirty-two (32) pairs of questions wherein a 
general administrative and support service employee had to choose which of the given statement he/she relates to the 
most by giving a score of zero to five (0-5), with five (5) as the highest, and with each pair of question needing to 
give a total of five (5) but with the restriction that no fractions (i.g, 2.5) can be given as a score. 

The following dimensions measure or determine the personality of the general administrative and support 
services employees in selected higher educational institutions in Metro Manila that follow the different scoring, 
pairing and the interpretation of the answers. These are the following: Introversion, Extroversion, Intuition, Sensing, 
Thinking, Feeling, Perceiving, and fudging interpreted as follows: (20-21) balance in strengths of dimension, (22- 
24) have some strength in one aspect of the dimension and some weakness in the other member of the pair, (25- 29) 
have a definite strength in one aspect of the dimension and definite weakness in the other member of the pair, and 
(30 -40) have considerable strength in one aspect of the dimension and considerable weakness in the other member 
of the pair. 

PROCEDURE IN GATHERING DATA 

The research instruments were distributed in various ways to selected higher educational institutions in 
Metro Manila, the personal approach and identifying the appropriate person who could help the researcher in the 
distribution and retrieval of the questionnaires were used 

The researcher also sought permission from Selected Higher Educational Institutions to administer the 
questionnaire to the respondents. He utilized unstructured questionnaire to determine the veracity of the information 
and responses given by the identified group of respondents. 

STATISTICAL TOOLS USED 

The statistical tools applied and used for the data collected from the study are the percentage, weighted 
mean, one-way ANOVA and the multiple dummy stepwise regression analysis using backward elimination. All 
statistical tools were derived from the PH-stat program. 

SUMMARY FINDINGS 

Based on the data gathered, the findings are: 

1. Most of the general administrative and support services employees are single males with a 57.86 percent 
contribution to the total population. 

2. The general classification of the general administrative and support services employees are artistic, social, 
and enterprising, while they were characterized by the financial sub-factor of the Career Profile Inventory. 

3. The dominant traits of the general administrative and support services employees for the public higher 
educational institutions are introversion, intuition, feeling and perceiving, while on the private higher 
educational institutions are extroversion, sensing, feeling, and perceiving. Introversion of the Personality 
Style Inventory, which is considered as the most prevalent among the general administrative and support 
service employees. 

In comparison from the mean, the public higher educational institutions have employees who are introverts 
and intuitive while the private higher educational institutions have employees who are extroverts and 
sensitive. Both the public and the private higher educational institutions have dominant feeling and 
perceiving traits. 

The regression analysis shows that gender has a significant impact on lifestyle and civil status on 
academic, relationship, and financial factors It also shows that gender and civil status have empirically 
contributed in affecting the lifestyle and general questions while affecting altruism. The multiple regression 
analyses show that lifestyle and general questions affect intuition while the general question affect thinking 
and relation to judging. 
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In general, gender and civil status do not affect the career choices of the general administrative and support 
services employees. 

4. There is no significant difference among the different public higher educational institutions, while in the 
private higher educational institutions, there is a significant difference in terms of Holland’s factors. 

5. The ANOVA results show that there is a significant difference among the public and private higher 
educational institutions in Metro Manila in terms of their (the GASS) responses on how personal factors 
affect their current status. 

CONCLUSIONS 

Based on the findings, the following are concluded: 

1. Most of the general administrative and support services employees are single males and they are classified 
as artistic, social, and enterprising. They were also characterized by financial sub-factor of the Career 
Profile Inventory. 

2. The dominant traits of the general administrative and support services employees for the public higher 
educational institutions are introversion, intuition, feeling and perceiving, while on the private higher 
educational institutions, they are extroversion, sensing, feeling, and perceiving. Introversion of the 
Personality Style Inventory is considered the most prevalent. Furthermore, the GASS in the public higher 
educational institutions are more introverts and intuitive while the private higher educational institutions 
are more extroverts and sensing. In general, both public and private higher educational institutions have 
dominant feeling and perceiving traits. 

3. Gender has a significant impact on the lifestyle and civil status of academic, relationship, and financial 
aspects. It also shows that gender and civil status have empirically contributed to affecting the lifestyle and 
general questions while affecting altruism. It also shows that lifestyle and general questions affect intuition, 
while the general question affects thinking, relation to judging and gender affecting judging. 

4. There is no significant difference among the different public and private higher educational institutions in 
metro Manila in terms of Holland’s factors. 

5. There is a significant difference among the public and private higher educational institutions in metro 
Manila in terms of their (the GASS) responses on how personal factors affect their current status. 

RECOMMENDATIONS 

Based on the results of the study, the following are recommended: 

1. Strengthen the existing career management program in order for the present general administrative and 
support services employees to be more effective in their chosen careers. 

2. Periodic psychological examinations, career-orientations, and personality aptitude examinations should be 
given to all general administrative and support services employees, in both private and public higher 
educational institutions, to update, upgrade and boost their morale, attitudes and awareness. 

3. Sub-factor Lifestyle, the career classification Enterprising and the personality classification. Extroversion 
(those consistent in Regression and ANOVA analysis) should be emphasized by the Human Resource 
Management people involved in the career management programs as these factors are of utmost 
significance to career paths. 

4. That all institutions should create a career center for their general administrative and support services 
employees to guide them in their future career choices. 

5. Job satisfaction surveys should be distributed to all general administrative and support services employees 
to find out any dissatisfaction and at the same time to serve as foundation for creating well designed career 
management programs. 

6. The different Higher Educational Institutions in the Philippines should conduct research in relation to the 
satisfaction of the general administrative and support services employees not only in Metro Manila but also 
in all parts of the Philippines in order to provide a venue for the development of their employees’ careers 
and to create standard policies that can be applied to all higher educational institutions for the development 
of well rounded and career-oriented employees. The present study actually evaluated the career pathing of 
the general administrative and support services employees in selected higher educational institutions in 
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Metro Manila. It is therefore strongly recommended that a replication of the present research be conducted 
using other locale and period for more reliable effects of the method used. 

7. It is further recommended that the Career Development Interventions as appended in this manuscript be 
considered by the Higher Educational Institutions involved in the study as inputs to the career path 
seminar-workshop, strategic management programs, and other staff development projects. 

8. Also, the researcher recommends that a respondent method of research instrument administration be 
implemented so as to avoid them from being overwhelmed by the amount of survey questions. 

9. Other research writers may conduct a research proposal on the correlation of the present careers based on 
Holland’s Typology and other demographic profile of the general administrative and support service 
employees not only in selected higher educational institutions in Metro Manila but also in the entire 
country 
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